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ABSTRACT 

Job satisfaction is an important aspect that has persistently drawn the attention of the researchers and 
practitioners. The satisfied employees are more likely to show better performance, engaged in less workplace deviant 
behaviors. The characteristics of the job that is performed by the job incumbent determines the feeling of satisfaction 
besides other factors. In the present study the response of bank employees on the core dimensions of the job being 
performed by them has been examined. The association of demographic variables with the job characteristics has been 
assessed and the relationship of job characteristics with job satisfaction has been investigated. The findings have shown 
that employees agree that their job is enriched with the skill variety, task identity, task significance, feedback and 
autonomy. However, as compared to other dimensions employees have revealed that they experience lesser degree of 
autonomy in their job. The influence of demographic variables on job characteristics have shown mixed results. The 
results have further shown that job characteristics i.e. skill variety, task significance, task identity and feedback have 
shown positive significant relationship with job satisfaction. 
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INTRODUCTION 

INTRODUCTION AND LITERATURE REVIEW 

Work determines a person’s worth and place in society and it influences one’s psychological identity and 
sense of well being. The employees spent major part of their day at their work place, thus the type of the job and 
the work environment has a paramount influence on the employees’ life and job satisfaction. It has been noted that 
organizations are more productive when employees are happy with their work (Spector, 2000). It is important that 
employee should be passionate for job rather than have a feeling of compulsion. There are many factors both 
external and internal that determine the extent of job satisfaction and persistent motivation to work. Job 
satisfaction has been variedly described by the researchers and practitioners. Job satisfaction is amount of pleasure 
or contentment associated with one’s job (Andrew, 1998). Job satisfaction refers to person feelings of satisfaction 
in the job, which acts as a motivation to work (Brief and Weiss, 2002; Robbins, 2005; Gupta and Joshi, 2008). 
Researchers have also explained job satisfaction as cognitive, affective (Cranny et al, 1992) and behavioral 
responses to one’s job (Hulin and Judge, 2003). Job satisfaction is generally described as a multifaceted construct 
that includes employee feelings about a variety of both intrinsic and extrinsic job elements (Howard and Frink, 
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1996; Wayne, 2006). The studies have reported that employees who are satisfied with their jobs have higher organizational 
commitment (Williams and Anderson, 1991; Mathieu and Zajac, 1990; Testa, 2001; Meyer et al., 2002; Mohammed and 
Eleswed, 2013), exhibit higher levels of performance and productivity (Steinhaus and Perry, 1996). 

The characteristics of an individual’s job to a greater extent determine his/her satisfaction with the job. The design 
of work has an enormous impact on organizational success and individual well-being (Morgeson and Campion, 2003). Job 
characteristics are objective characteristics of jobs, particularly the degree to which jobs are designed so that they enhance 
the internal work motivation and the job satisfaction of job incumbents ( Hackman and Oldham, 1974). Job characteristics 
model have been noted to be one of the best methods of job enrichment which subsequently leads to job satisfaction (Yen 
et al, 2007). Hackman and Oldham’s (1974) job characteristics model suggested that if five core job characteristics 
specified as determinants of three ‘critical psychological states’ i.e. experienced meaningfulness (skill variety, task identity 
and task significance), experienced responsibility (autonomy) and knowledge of results (feedback) are present in a job, the 
job incumbent will be more likely to have high internal work motivation, high quality and performance, high satisfaction 
with the work and low absenteeism and turnover. The five core job characteristics can be combined to form a motivating 
potential score for a job, which can be used as an index of how likely a job is to affect an employee's attitudes and 
behaviors. Work characteristics have been found to result in psychological empowerment resulting in work satisfaction 
(Liden et al, 2000). Various research studies have found that there is a significant relationship between the job 
characteristics i.e. autonomy, feedback, skill variety, task identity and task significance, and job satisfaction (Anderson, 
1984; Colarelli et al, 1987; Said and Munap, 2011; Ali et al, 2013). A positive and significant effect of job characteristics 
on job satisfaction has been noted in the studies (Bhuidan and Menguc, 2002; Glisson and Durick, 1998; Mahenthiran 
Aloysius, 1998; Djastuti, 2010). 

A strong positive influence between job autonomy, job variety and job feedback with job satisfaction have been 
reported in a study (Katsikea et al, 2011). According to Hunter (2006) four job characteristics (task significance, task 
variety, task identity and feedback) served as significant positive predictors of job satisfaction. In a study task identity 
emerged to be the most important positive predictor of job satisfaction and intrinsic motivation (Hadi and Adil, 2010; 
Anjum, 2014) whereas extrinsic motivation was predicted by feedback (Hadi and Adil, 2010). An important dimension of 
job characteristics i.e. recognition for good work (feedback) was found to be an important factor of satisfaction (Matubber 
and Miah, 2001). The job characteristics variables have shown statistically significant correlation with job satisfaction and 
organizational commitment (Allen et al, 2004). The characteristics of the job performed by the job incumbent determine 
the extent of satisfaction/dissatisfaction with the job. Henceforth, it is important for the managers to design the jobs in lieu 
of these job characteristics so that job incumbents feel more satisfied with their jobs resulting in lesser absenteeism and 
turnover and increase organizational commitment and psychological well being. In similar vein, the present study has been 
conducted to assess the response of job incumbents pertaining to job characteristics and relationship of job characteristics 
with job satisfaction. 

OBJECTIVES OF THE STUDY 

The study has investigated the response of bank employees on the attributes of their job. The association of 
employees’ demographics with job characteristics and relationship of job characteristics and job satisfaction has also been 
examined. 
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The participants of the present study were 60 bank employees working in private and public sector banks in Solan 
in Himachal Pradesh. The findings in (Table 1) indicated that 60% of the respondents were males and 40% females; 
majority i.e. 51.7% were of (20-30 years) of age, followed by 35% who fall in the age group of (30-40 years) and 13.3% of 
the respondents belonged to the oldest age group (40 years and above), further data showed that 51.7% of participants were 
married while 48.3% were unmarried. As revealed majority of the respondents 56.7% have (0-5 years) of experience 
followed by 30.0% of the respondents who have (6-10 years) of experience and remaining 13.3% have experience of (10 
years and above). 

MEASURES 

Structured questionnaire was used to collect data from respondents. The Hackman and Oldham (1976) job 
diagnostic survey questionnaire which consisted of 23 items was used to elicit the response of the participants on the core 
dimensions of the job i.e. skill variety, task identity, task significance, autonomy and feedback. The response of the 
participants on each item of the corresponding job dimension was scored on 5 point Likert Scale. The job satisfaction was 
analysed through the response of the participants on the items, “I am satisfied with my job”, “I feel a great sense of 
personal satisfaction when I do my job”. 

RESULTS AND DISCUSSIONS 

The mean values are above average for all the job dimensions (see Table 2). However the employees have shown 
highest mean value to task significance (M=3.94).It can also be noted that comparatively lower mean has been given by the 
employees for autonomy (M=3.62).Thus it can be concluded that the employees feel that their job is characterized by 
higher degree of task significance and task identity. They also feel that they are able to use different skills and talents. 
However, comparatively lesser feeling of autonomy is found to persist among employees. As indicated by higher mean 
value i.e. (M=4.00) in the (Table 3) it can be said that job satisfaction among employees is high. The mean values by both 
males and females have been noted to be above average for all the job characteristics (see Table 4). However, the males 
have given highest mean value to task identity (M=3.98) and lowest to autonomy (M=3.63).On the other hand females 
have given highest mean value to task significance (M=3.91) and the lowest mean value to autonomy (M=3.61). It can also 
be noted that males as compared to females have given higher mean values to the majority of the dimensions. Thus, it can 
be concluded that males employees feel that their job enable them to identify with the job and it gives feeling of happiness 
whereas females feel that their job is valuable and significantly impact the life of others. However, both males and females 
feel that there is lesser degree of freedom in their job. The t values have shown that effect of gender on mean difference 
pertaining to job characteristics have been noted to be insignificant. 

The findings as indicated in (Table 5) have shown that both the groups have obtained values above average for all 
the components of job. It can be observed that married as well as unmarried employees have shown highest mean values to 
task significance with means (M=3.79) and (M=4.08) respectively. The findings also showed that married respondents 
have given lowest mean value to feedback (M=3.54) while unmarried for the job dimension autonomy (M=3.64).It can be 
noted that unmarried respondents as compared to married have given higher mean value to the majority of the job 
dimensions. Further the results showed that the effect of marital status on the mean difference analysis of employees 
towards job dimensions have been found to be significant for feedback (t=-3.45; p<0.01), skill variety (t=-3.36; p<0.01) 
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and task significance (t=-2.15; p<0.05). Thus, it can be concluded that married employees as compared to unmarried 
experience higher degree of task significance, task identity, autonomy, feedback and skill variety. It was observed (see 
Table 6) that youngest (20-30years) and middle aged group (30-40years) has given highest mean value to task significance 
with mean values (M=3.86) and (M=4.06) respectively. The results also revealed that the eldest group of employees have 
obtained highest mean value for skill variety (M=4.10) and lowest for task identity (M=3.62). The results have also shown 
that mean difference among the different age groups have been noted to be significant for feedback (F=3.004; p<.05). The 
results (see Table 7) have shown that task significance (M=3.84) followed by task identity (M=3.83) was rated highest by 
the employees having experience of (0-5years). However, skill variety (M=4.05) and task significance (M=4.00) was given 
highest ratings by the employees who fall within (6-10 years) of experience group. Further, it can be noted that employees 
whose experience exceeds (10 years) have rated task significance (M=4.25) highest followed by feedback (M=4.06). The 
results have shown that mean difference among different experience group of employees pertaining to job dimensions have 
been noted to be significant for skill variety (F=3.063; p<0.05). It can be noted (see Table 8) that there is a significant 
positive relationship of job characteristics i.e. skill variety (r=.301; p<0.05); feedback (r=.470; p<0.01); task significance 
(r=.424; p<0.01), task identity (1-.427; p<0.01) with job satisfaction. Hence it can be concluded that higher the job 
enriched with task significance, task identity, skill variety and feedback higher will be the job satisfaction. 

CONCLUSIONS AND SUGGESTIONS 

From the foregoing discussion it can be concluded that job incumbents feel that their jobs are enriched with skill 
variety, task identity, task significance, autonomy, feedback and are satisfied with their jobs. So far as association with 
demographic variables is concerned it can be said that males as compared to females have higher feeling of experiencing 
the core job dimensions as compared to females, both groups feel that there is lesser degree of freedom in their job. On the 
basis of mean values with respect to marital status it can be concluded that married employees as compared to unmarried 
employees experience higher degree of task significance, task identity, autonomy, feedback and skill variety. It can be 
concluded that lowest and highest experienced group of employees feel that their job has a significant impact on people 
around, thus having a sense of being able to contribute towards society. However, lowest mean values to autonomy by 
employees belonging to experience group (6-10 years) and (above 10 years) indicates that they do not feel free to take 
decisions and experience lesser freedom. The least experience group of employees feel that they are not provided regular 
feedback related to their performance. The results indicating the association of demographics with job characteristics have 
shown mixed response showing the significant effect of marital status for the job dimensions skill variety, task significance 
and feedback; age on job characteristics task significance only and job experience on skill variety, while gender had no 
significant effect on mean difference pertaining to job characteristics. Findings have indicated that there is a positive 
significant relationship between all the job dimensions and job satisfaction, except autonomy. Thus, it can be concluded 
that more the job is enriched with task significance, task identity, skill variety and feedback higher will be the job 
satisfaction. 

It is suggested the employees should be given greater freedom to take decisions regarding planning and 
scheduling their task. If the degree of autonomy is increased the employees are made responsible and accountable for their 
performance and this will also reduce control and supervision. The managers/supervisors should provide regular feedback 
to the employees related to their performance. The feedback should be constructive and should be provided in a manner 
which boosts the morale of the employees. It was noted that the employees experience higher degree of task identity and 
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task significance in their jobs. Thus, the organizations need to take into consideration these factors during restructuring and 
reengineering of jobs as these dimensions have been significantly correlated to job satisfaction. The organizations need to 
redesign the jobs in such a manner that employees not only feel their jobs to be meaningful but also feel that their skills and 
talents are being properly utilized. Being able to take work related decisions freely gives psychological satisfaction to the 
employees. Moreover, if timely and proper feedback is given to the employees it has a significant impact on the quality of 
their work and also enhances learning and development of employees. 

REFERENCES 

1. Allen, R. I., Lambert, E. G., Pasupuleti, S., Tolar, T. C., & Ventura, L. A. (2004). The impact of job characteristics on social 
and human service workers. Social Work and Society, 2,173-188. 

2. Ali, S. A. M., Said, N. A., Yunus, N. M., Abd Kader, S.F., Ab Latif, D. S., & Munap, R. (2014). Hackman and Oldham’s job 
characteristics model to job satisfaction. Procedia - Social and Behavioral Sciences, 129, 46-52. 

3. Anderson, C. H. (1984). Job design: Employee satisfaction and performance in retail stores. Journal of 

Small Business Management, 22, 9-17. 

4. Andrew, J. D. B. (1988). The Practice of Supervision. New Delhi, Universal Bookstall. 

5. Anjum, Z. (2014). Job characteristics model and job satisfaction. International Journal of Education and Research, 2, 241- 
262. 

6. Bhuidan, S. N., and Mengu, B (2002). An extension and evaluation of job characteristics, organizational commitment and job 
satisfaction. Journal of Personal Selling & Sales Management, 22, 1-11. 

7. Brief, A. P., & Weiss, H. M. (2002). Organizational behavior: Affect in the workplace. Annual Review of Psychology, 53, 279- 
307. 

8. Colarelli, S. A. I., Dean, R. A., & Konstans, C. (1987). Comparative effects of personal and situational influences on job 
outcomes of new professionals. Journal of Applied Psychology, 72, 558-566. 

9. Cranny, C. J., Smith, P. C., & Stone, E. F. (1992). Job satisfaction: How people feel about their jobs and how it affects their 
performance. New York, NY: Lexington Books. 

10. Djastuti, I. (2010). The influence of job characteristics on job satisfaction, organizational commitment and managerial 
performance: A study of construction companies in Central Java. International Research Journal of Business Studies, 3, 145- 
166. 

11. Glisson, C., & Durick, M. (1998). Predictors of job satisfaction and organizational commitment in human service 
organizations, Administrative Science Quarterly, 33, 61-81. 

12. Gupta, S. K., & Rosy, J. (2008). Human Resource Management, Tata MC Graw Hill. 

13. Hackman, J.R., & Oldham, G.R. (1974). The job diagnostic survey: An instrument for the diagnosis of jobs and the evaluation 
of job redesign projects ( Technical Report No. AD0779828). Connecticut, New Haven: Yale University New Haven. 

14. Hackman, J. R. & Oldham, G. R. (1976). Motivation through the design of work: Test of a theory. Organizational Behavior 
and Human Performance, 16, 250-279. 

15. Hadi, R. & Adil, A. (2010). Job characteristics as predictors of work motivation and job satisfaction of bank employees, 
Journal of the Indian Academy of Applied Psychology, 36, 294-299. 


www.tjprc.ors 


editor@tjprc. org 


26 


Yasmin Janjhua, Rashmi Chaudhary & Silky Verma 


16. Howard, J., & Frink, D. (1996). The effects of organizational restructure on employee satisfaction. Group and Organization 
Management, 21, 278-303. 

17. Hulin, C. L., & Judge, T. A. (2003). Job attitudes. In W. C. Borman, D. R. Ligen, & R.J. Klimoski (Eds.), Handbook of 
Psychology: Industrial and Organizational Psychology (pp. 255-276). Hoboken, NJ: Wiley. 

18. Hunter, E. P. (2006). Viability of the job characteristics model in a team environment: Prediction of job satisfaction and 
potential moderators. Unpublished doctoral 

19. Katsikea , E., Theodosiou, M., Perdikis, N., & Kehagias, J. (2011). The effects of organizational structure and job 
characteristics on export sales managers' job satisfaction and organizational commitment. Journal of World Business, 46, 
221-233. 

20. Liden, R. C., Wayne, S. J., & Sparrowe, R. T. (2000). An examination of the mediating role of psychological empowerment on 
the relations between the job, interpersonal relationships, and work outcomes. Journal of Applied Psychology, 85, 407^116. 

21. Mahenthiran Aloysius, S.M. C. (1998). The moderating effect of employees’ growth need strength on the relationship between 
job characteristics and job satisfaction, Conference: Competency Building Strategies in Business & Technology, at Sri Sai 
Ram Institute of Management Studies, Tamil Nadu. 

22. Mathieu, J. E., and Zajac, D.M. (1990). A review and meta-analysis of the antecedents, correlates, and consequences of 
organizational commitment. Psychological Bulletin, 108, 171-94. 

23. Matubber, A. A., & Miah, K. M. (2001). A comparative study of job satisfaction of thelslami Bank and the Conventional Bank 
employees in Bangladesh. Journal of Beha vioural Sciences, 12, 19-32. 

24. Meyer, J. P., Stanley, D. J., Herscovitch, L., & Topolnytsky, L. (2002). Affective, continuance, and normative commitment to 
the organization: A meta-analysis of antecedents, correlates, and consequences. Journal of Vocational Behaviour, 61, 20-52. 

25. Mohammed, F., & Eleswed, M. (2013). Job satisfaction and organizational commitment: A correlational study in Bahrain. 
International Journal of Business, Humanities and Technology, 3, 43-53. 

26. Morgeson, F. R., & Campion, M. A. (2003). In W. C. Borman, D. R. Ilgen & R. J. Klimoski (Eds.), Handbook of Psychology, 
12, 425 - 452. 

27. Robbins, S. P. (2005). Organizational Behavior. 11th Ed., Upper Saddle River, N. J.: Pearson Prentice Hall. 

28. Said, N. A. and Munap, R. (2011). Job characteristics and job satisfaction: A relationship study on supervisors performance. 
Business & Management Quarterly Review, 2, 166-173. 

29. Spector, P.E. (2000). Industrial & Organizational Psychology (2nd ed.). New York: John Wiley & Sons. 

30. Steinhaus., C.S. & Perry, J. L. (1996). Organizational commitment: Does sector matter? Public Productivity and Management 
Review, 19, 278-288. 

31. Testa, M. R. (2001). Organizational commitment, job satisfaction, and effort in the sendee environment. The Journal of 
Psychology, 135, 226-36. 

32. Wayne, F. C. (2006). Managing Human Resource: Productivity, Quality of Work life Profits. 7th Ed. New York: McGraw-Hill. 

33. Williams, L.J., & Anderson, S.E. (1991). Job satisfaction and organizational commitment as predictors of organizational 
citizenship and in-role behaviors. Journal of Management, 17, 601-617. 

34. Yen-Ju, L. B., Yell, C.Y., & Lin, H.W. (2007). The influence of job characteristics on job outcomes of pharmacists in hospital, 
clinic, and community pharmacies. Journal of Medical System, 31, 224-229. 


Impact Factor (JCC): 5.2129 


NAAS Rating: 3.25 


Job Characteristics and Job Satisfaction: 
A Case Study of Bank Employees 

APPENDICES 


27 


Table 1: Demographic Information of the Participants 


Demographic 

Percentage 

Gender 


Male 

60 

Female 

40 

Age (in years) 


20-30 

51.7 

30-40 

35.0 

40 and above 

13.3 

Marital Status 


Married 

51.7 

Unmarried 

48.3 

Job Experience (in years) 


0-5 

56.7 

5-10 

30.0 

10 and above 

13.3 


Table 2: Descriptive Statistics (Mean, S.D.) Showing Employees’ Response on Job Characteristics 


Job characteristics 

Mean 

S.D 

Skill Variety 

3.84 

.50 

Autonomy 

3.62 

.83 

Task Significance 

3.94 

.54 

Feedback 

3.73 

.45 

Task Identity 

3.87 

.61 


Table 3: Descriptive Statistics (Mean, S.D.) Showing Level of Job Satisfaction 


Job 

Mean 

S.D 

satisfaction 

4.00 

.55 


Table 4: Descriptive Statistics (Mean, S.D., T Values) Showing Gender 
Wise Employees’ Response on Job Characteristics 


Job Characteristics 

Males 

Females 

t 

Mean 

S.D 

Mean 

S.D 

Skill Variety 

3.81 

.49 

3.88 

.52 

-.499 

Autonomy 

3.63 

.90 

3.61 

.73 

-.125 

Task Significance 

3.96 

.60 

3.91 

.45 

.321 

Feedback 

3.81 

.43 

3.62 

.47 

1.569 

Task Identity 

3.98 

.57 

3.70 

.64 

1.743 


*p<0.01, **p<0.05 


Table 5: Descriptive Statistics (Mean, S.D., T Values) Showing Employees’ 
Response on Job Characteristics W.R.T. Marital Status 


Job 

characteristics 

Married 

Unmarried 

t 

Mean 

S.D 

Mean 

S.D 

Skill Variety 

3.63 

.41 

4.03 

.50 

-3.63* 

Autonomy 

3.60 

.88 

3.64 

.79 

-.16 

Task 

Significance 

3.79 

.53 

4.08 

.52 

-2.15** 

Feedback 

3.54 

.35 

3.91 

.47 

-3.54* 

Task Identity 

3.77 

.60 

3.96 

.61 

-1.21 


*p<0.01, **p<0.05 
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Table 6: Descriptive Statistics (Mean, S.D., F Values) Showing Employees’ 
Response on Job Characteristics W.R.T. Age 


Job Characteristics /Age (in years) 

20-30 years 

30-40 years 

40 years above 

F 

Mean 

S.D 

Mean 

S.D 

Mean 

S.D 

Skill Variety 

3.72 

.44 

3.92 

.54 

4.10 

.53 

2.294 

Autonomy 

3.64 

.88 

3.46 

.81 

4.00 

.61 

1.234 

Task Significance 

3.86 

.50 

4.06 

.47 

3.95 

.82 

.878 

Feedback 

3.66 

.42 

3.70 

.40 

4.09 

.61 

3.004** 

Task Identity 

3.83 

.58 

4.02 

.67 

3.62 

.51 

1.345 


*p<0.01, **p<0.05 


Table 7: Descriptive Statistics (Mean, S.D., F Values) Showing Employees’ 
Response on Job Characteristics W.R.T. Job Experience 


Job characteristics / Experience 

0-5 years 

6-10 years 

10 years above 

F 

Mean 

S.D 

Mean 

S.D 

Mean 

S.D 

Skill Variety 

3.71 

.47 

4.05 

.517 

3.92 

.45 

3.063** 

Autonomy 

3.64 

.87 

3.61 

.72 

3.58 

.98 

.023 

Task Significance 

3.84 

.47 

4.00 

.57 

4.25 

.68 

2.023 

Feedback 

3.65 

.41 

3.75 

.46 

4.06 

.51 

2.719 

Task Identity 

3.83 

.56 

3.94 

.80 

3.87 

.35 

.171 


*p<0.01, **p<0.05 


Table 8: Correlation between the Job Characteristics and Job Satisfaction 


Job Characteristics 

Job Satisfaction 

Skill Variety 

.301* 

Autonomy 

.246 

Feedback 

.470** 

Task Significance 

.424** 

Task Identity 

.427** 


* Correlation is significant at the 0.05 level (2-tailed). 
** Correlation is significant at the 0.01 level (2-tailed). 
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